The purpose of this study was to explore the underlying factors that influence organisational performance in a government department. A quantitative design using the cross-sectional survey approach was used in which a two-section structured questionnaire was administered to managers and employees of a South African government department. Respondents were recruited using a blend of purposive and convenience sampling methods. Data were analysed using SPSS (Version 21.0 
Introduction
Since public organisations are complex entities, leading or managing them is challenging, particularly when one intends to enhance their performance. Improvements in performance can only be achieved by understanding both the internal and external dynamics of the organisation (Lin, 2000) . In doing so, it has to be appreciated that there is no single universally accepted perspective that captures the entire stream of organisational life and behaviour (Gruchman, 2009) . Among the various organisational paradigms that have emerged in recent times is the organisational processes perspective which offers interesting insights that make the subject of organisational performance more comprehensible. As suggested by Mele (2005) , organisations are vehicles through which work is coordinated to produce outputs in a stable way across space and time. Moreover, the production of outputs is conducted by manipulating a mishmash of organisational processes (Langley, 2007) . In view of this, it is necessary to direct more effort to the subject of process thinking when conducting organisational studies.
The purpose of this study was to explore organisational processes that influence organisational performance in a South African government department. There are several reasons for conducting the study. First, organisational performance in the South African public sector remains depressed as evidenced by the poor quality of service delivery (Nilsson, 2010) . This creates an impetus to continue the search for empirically derived solutions to this nagging problem. On the same note, it has been established that the level of performance in an organisation is, among other things, determined by the nature and quality of organisational processes (Hernes, 2007) . As such, this study sought to identify those process factors that are instrumental in shaping the level of organisational performance in an organisation, thereby providing a partial solution to performance problems in public organisations. Additionally, there appears to be a paucity of research studies on process factors in the context of developing countries such as South Africa. This study was intended to inhabit this gap. Furthermore, the undercurrents associated with organisational process factors in any setting continue to evolve. This motivates the need for research on a continuous basis, in order to update what is already known on the subject.
Review of Related Literature

Research theory
The conceptualisation of organisations as a series of processes is linked to a body of theory that is known as the 'process their influence spreads and interacts with existing organisational contexts offer a move closer towards a better understanding of how to improve them. This enables organisational leaders to adopt established evidence, based on facts rather than myopic management knowledge in their duties, an aspect that is important especially when one intends to improve performance (Langley, 2007) . As observed by Cater and Cater (2009) the use of a fact-based approach to management ensures that the strategies that are initiated are more effective and lead to desired outcomes.
Process conceptualisations are also important because they take the time dimension into account, thereby offering an essential contribution of one's understanding of the world that is not offered by more traditional conceptual models that tend to disregard the element of time completely (Rynes, 2007) . This is called the principle of 'comparative statics' as it involves the re-evaluation of quantitative relationships at successive times to provide a better understand various phenomena (Langley, 2007) . The understanding of comparative statistics itself is crucial in developing strategies for the improvement of organisational performance (Škrinjar et al., 2008) Garvin (1998) contends that processes offer a level of analysis which is both convenient and intermediate because they consist of diverse, interlinked tasks. This brings in the needed integration, which ensures that the realities of work practice are linked categorically to the organisation's overall functioning (Ahn & Chang, 2004) . A process lens provides fresh insights into managerial behaviour since it emphasises the interconnections that exist among activities, which shows that seemingly unrelated activities are often part of a single, unfolding sequence. This in turn ensures that managerial work becomes more rational and orderly (Garvin, 1998) .
Methodology
Research Design
The quantitative research design using the cross-sectional survey approach was adopted as the nominal anchor for conducting the empirical part of the present study. The ability to facilitate the collection of data from large groups of respondents with ease, the capability to include a wide variety of variables in the study, the ease of questionnaire construction and administration, the minimum investment to develop and administer, and the simplicity with which associated generalisations can be made (Zikmund, Babin, Carr & Grifin, 2009) , are some of the motivations behind the adoption of the cross-sectional survey approach in this study.
Participants and sampling
For the purposes of this study, two sampling techniques; namely, purposive sampling and convenience sampling were used to recruit 272 employees of a South African government department. The purposive sampling technique was used because it facilitates the selection of those sample elements that can best serve the research purpose (Sun, Wang, Zhang & Smith, 2008 ). In the current study, convenience sampling, in which respondents are selected on the premise that they are readily available or easily accessible (Sousa, Zauszniewski & Musil, 2004) was used as an extension of purposive sampling in the selection of respondents. Use of this combination of sampling techniques ensured that there would be a higher response rate. The sample size used in the present study was determined using Avikaran's (1994) prescription that between 200 and 500 respondents are sufficient when dealing with multivariate statistics such as factor analysis. Therefore, the initial sample size was set at n=400 respondents.
Measurement Scales and data collection and procedures
Measurement scales used in the current study were adapted from validated questionnaires used in previous studies. Adaptation of other questionnaires was conducted to ensure that the questionnaire matched the needs of the respondents, location, language, or mode, or any combination of these (Harkness, 2010) . As such, a two section questionnaire was developed and subsequently used to collect primary data. Section A of the questionnaire was selfdesigned and measured respondents' demographic information such as gender, age, race and job position. Questions used in Section B elicited information on organisational processes and were adapted from studies conducted by Duncan, Gintei and Swayne (1998:11) , Taylor (2000: 111) , Rosemann and DeBruin (2005:7) , and Hung (2006:23) . Notably, the original questions were applied in environments different from that used in the current study. Therefore, the process of adaptation entailed modifying these questions so that they could suit the context of the current study. The modifications included substantive adjustments to such aspects as language used, grammar, as well as the level of difficulty in each question. The questions in Section B were presented in the form of a Likert Scale configuration, anchored by 1 (strongly disagree) to 5 (strongly agree). The Likert scale was preferred because it is fairly easy to construct and simplifies data collection and analysis, which made it more appropriate for the purposes of the current survey (Kothari 2009 ).
Before administering the questionnaires in July 2012, permission to conduct the study as well as ethical clearance were granted by management at the Government organisation. A trained employee in the department was deployed to assist in the data collection process. Ethical considerations such as the participants' right to anonymity, confidentiality, privacy or non-participation, informed consent and protection from discomfort, harm and victimisation were adhered to during the administration of the questionnaire. Out of the 400 questionnaires that were initially distributed, 301 questionnaires were returned. In the screening process, it emerged that 29 questionnaires were either incomplete or had more than one answer on several questions. These were subsequently eliminated, which culminated in the 272 suitable questionnaires that were used in the final data analysis, giving a response rate of 68%. Since Fincham (2008) recommends a minimum response rate of 60% in surveys, the response rate obtained in the current study was acceptable as it surpassed the recommended minimum.
Data Analysis
Data analyses were conducted using the Statistical Package of the Social Sciences (SPSS version 21.0). Simple descriptive statistics were employed to analyse the demographic characteristics of the sample. Organisational process factors were identified using exploratory factor analysis. The mean score ranking technique was used to compare the importance of the extracted factors relative to each other. Table 1 shows the demographic representation of the respondents. In terms of the demographic profile of the respondents, 55% (150) of the respondents were male and 45% (122) were female. Approximately 58% (185) of the respondents were aged below 35 years and 74% (200) of the respondents had been employed in the department for periods less than 5 years. With regard to the type of employment, 82% (223) of the respondents were under permanent employment within the department. In terms of the qualifications held, 43% (117) of the respondents were holders of a first degree and approximately 15% (40) of the respondents were holders of a postgraduate degree. Furthermore, 1.5% (4 ) of the respondents were executive managers, 7% (18) were senior managers, 9% (24) were middle managers, 18% (48) were line managers, 27% (74) were specialist staff, 26% (70) were clerical or administrative staff and 13% (34) occupied other auxiliary positions such as internships, security and general work.
Research Results
Demographic profile of Respondents
Validity and reliability
In the current study, Alumran, Hou and Hurst's (2012) conceptualisation of validity as the degree to which evidence and theory support the interpretations of test scores entailed by proposed uses of tests was espoused. Content and face validity were established by requesting a panel of experts consisting of three senior faculty members at a South African university of technology, who are experienced researchers in the discipline of strategic management, to assess the suitability survey items. Additionally, the questionnaire was pre-tested with a conveniently selected sample of respondents. Using feedback from the experts and the pretest, changes were made to the questionnaire regarding the deletion of items, addition of items, rewording and rephrasing of questions. Construct validity was assessed through the reliabilities of the factors (refer to Table 3 ) and was measured using the Cronbach alpha coefficient. The standardised Cronbach alpha reliabilities of the five factors were considered to be satisfactory because they were greater than the recommended 0.7 (Malhotra 2011) . Furthermore, construct validity was assessed through exploratory factor analysis (EFA). The results indicated that there were no cross-loadings within constructs, leading to the extraction of four organisational process factors.
Exploratory factor analysis
In the present study, exploratory factor analysis using the Principal Components Analysis (CPA) method and Varimax rotation (Conway & Huffcutt, 2003) was used to identify organisational process factors. The scale was purified by excluding low factor loadings, cross-loadings and low communalities in order to enhance the "interpretability of the factor structure" (Malhotra 2010:643) . The minimum cut-off point used on the variable loadings was 0.50, as recommended by Hair et al. (2010) . Johnson and Wichern's (2002) prescription that it is important to calculate a Bartlett's test of Sphericity and the Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy in order to establish whether the captured data are suitable for exploratory factor analysis, was embraced and implemented in this study. The results of these tests are reported in Table 2 . 
Exploratory factor analysis for organisational processes
Four factors were extracted through the exploratory factor analysis procedure. The rotated factor loading matrix illustrating the resultant factors, eigen values, percentage of variance explained and reliabilities is provided in Table 3 . In analysing the responses of managers and employees of the government department regarding organisational processes, four factors; specifically, organisational structure, organisational change, organisational teamwork and organisational leadership were identified through the exploratory factor analysis procedure. These factors accounted for approximately 66% of the variance, which lies within Malhotra and Birks's (2003) recommendation that the cumulative percentage of variance extracted by the factors should be at least 60%. The four factors also showed reliabilities which were above the 0.70 standard prescribed by Hair et al. (2010) , which signals that the scales had acceptable levels of internal consistency. Table 4 provides an indication of the means, medians standard deviation and mean score ranking of each factor. Table 4 reveals that organisational teamwork ( = 4.657) contributed most to organisational performance in the government department, followed by organisational structure ( = 4.535), organisational change ( = 4.523), while organisational leadership ( = 4.274) contributed the least. The fact that the mean scores for the four process factors were between the 'agree' and 'strongly agree' positions on the Likert scale suggests that respondents perceived that the government department's performance with regard to these factors was satisfactory. However, in terms of the organisational leadership factor, a possible explanation for the result could be that improvements are necessary in the leadership styles used within the department. There could be gaps in areas such as giving personal attention to subordinates, rewarding and giving positive feedback to subordinates, and motivating or inspiring subordinates to excel, which were examined in the study. As suggested by a number of management scientists, (Puspanathan & Lin, 2008; Hè, 2009; Wang, Chich-Jen & Mei-Ling 2010) , leadership styles used by organisational leaders impact strongly on organisational performance. Performance of the government department could therefore be enhanced through positive structural adjustments to the leadership styles used by management in the department. The standard deviation scores which are all below a whole number also depict that there is more certainty within the results of the study.
Mean scores for organisational processes subscales
Discussion
Factor 1, labelled as organisational structure, consisted of six items and accounted for 24% of the total variance explained. The factor attained a Cronbach alpha of 0.803, which indicates high internal consistency. Organisational structure is concerned with the hierarchy of the organisation and how the components of this hierarchy work together to achieve the objectives of the organisation (Banai & Reisel, 2007) . Most of the available literature seems to suggest that there exists a profound relationship between structure and organisational performance. For instance, Schminke, Ambrose and Cropanzano (2000) argue that a decentralised organisational structure is conducive to the improvement of organisational effectiveness and performance. Decentralised structures also encourage more effective communication in addition to increasing employee satisfaction and motivation (Zheng, Yang, & McLean, 2010) . This could be attributed to the fact that in less centralised environments, the free flow of lateral and vertical communication is encouraged (Shafritz, Ott & Jang, 2005) . Decentralised organisational structures also have a positive impact on other areas that include decision-making, responsiveness to market conditions and encouraging the adoption of innovation and higher levels of creativity (Schminke, Ambrose & Cropanzano, 2000) . Conversely, high centralisation stifles interactions among organisational members (Gold, Malhotra & Segars, 2001) , reduces the opportunity for individual growth and advancement (Zheng et al., 2010) and inhibits innovative solutions to problems (Schminke et al., 2000) . Therefore, managers are encouraged to ensure that they design lean, decentralised organisational structures in order to stimulate performance in their various organisations (Tsai & Huang, 2008) . Factor 2, labelled organisational change, consisted of three items that accounted for 23% of the total variance explained. The factor also had a Cronbach alpha of 0.771, which indicates acceptable reliability. Organisational change is concerned with processes in which the working methods or aims of an organisation are altered, for example in order to develop and deal with new situations (Liu & Perrewé, 2005) . Literature is accessible that attempts to explain the possible effects of organisational change on organisational performance. For instance, Judge and Elenkov (2005) found that the organisation's capacity for change influences an environmental performance in that the higher that capacity, the more the organisation is able to perform in its operational environment. Properly implemented organisational change also facilitates process improvement, which in turn has a stimulus effect on organisational performance (Lee & Ahn, 2008) . Nordin (2011) also found that an organisation's preparedness for change is explained by factors such as emotional intelligence, organisational commitment and transactional leadership behaviour. This suggests that an organisation's ability to change can only be enhanced when the identified factors are optimised (Liu & Perrewé, 2005) . Tsamenyi, Onumah and TettehKumah (2010) observed that organisational changes in various levels of the organisation positively influenced the postprivatisation performance of specific companies in Ghana while Palcic and Reeves (2010) also found that organisational changes had impacted positively on the post-privatisation performance of Ireland's national telecommunications operator, Telecom Éireann. Therefore, on the overall, organisational change remains a strategic and fundamental process that should be expedited in order to enhance overall performance of the organisation (Diefenbach, 2005) .
Factor 3, labelled as organisational teamwork, consisted of five items that accounted for 13% of the variance. This factor attained a Cronbach alpha of 0.782, which indicates acceptable internal consistency. Team processes are concerned with the prevalence of joint actions by a group of people, in which each individual subordinates his or her individual interests to those of the group (Acuna, Gomez & Juristo, 2009 ). Teams are also formed when individuals with a common taste, preference, liking, and attitude come and work together for a common goal (Bandow, 2001) . Every employee is dependent on his fellow employees to work together and contribute efficiently to the organisation (Burke et al., 2006) . It has been observed that the outcome is far better when employees work in a team rather than individually, as every individual can contribute in his/her best possible way (Derby & Larsen, 2006) . Teamwork is also essential in organisations for better output and a better bonding among employees since tasks are accomplished at a faster pace when they are done by a team rather than an individual (Salas, Sims & Burke, 2005) . There is usually healthy competition among team members in addition to the improvement of relations among employees as well as the platform for team members to gain from each other (Morgan, 2010:97) . Organisational teamwork therefore occupies an important place as an essential element for organisational success and must be encouraged if organisational goals are to be accomplished (Salas et al., 2005) .
Factor 4, labelled as organisational leadership, consisted of six items (E15, E16, E17, E18, E19 & E20) that accounted for 7% of the total variance explained. This factor attained a high Cronbach alpha of 0.822 which indicates high reliability. Leadership is concerned with the extent to which authorities are able to inspire and motivate their subordinates towards the attainment of a common goal (Whittington, Goodwin & Murray, 2004) . Research has established that there is a positive relationship between positive leadership and performance (Elenkov, 2002) . Leadership, which involves both visionary and charismatic elements, is associated with higher performance, both for individuals, groups and organisations across cultures and contexts (Sashkin & Sashkin, 2003) . Leadership behaviours cascade down through the various organisational levels and have the effect of raising the degree of performance at every level. When employees are subjected to supportive leadership, their consciousness about the importance and value of goals is likely to be enhanced together with the ways that the employees can use to attain these organisational goals (Dasborough, Ashkanasy, Tee & Tse, 2009 ). This implies the leaders and followers will identify with the organisation's goals and work with a common purpose toward their attainment (Hancott, 2005) . Huang (2006) maintains that leadership has a positive correlation with organisational performance. It can therefore be noted that without proper leadership, organisations are bound to fail (Brown & Treviño, 2006) .
Conclusions and Managerial Implications
The purpose of this study was to identify organisational process factors influencing organisational performance in a South Africa government department. Application of the exploratory factor analysis procedure led to the extraction of four factors; namely, organisational structure, organisational change, organisational teamwork and organisational leadership. The mean score ranking approach was used to determine the strength of each organisational process factor relative to the others. The means of the four factors were all slanting towards the 'strongly agree' position on the scale, showing that all four factors were regarded as important by respondents. Organisational teamwork emerged as the most important factor in influencing organisational performance, with organisational structure coming second, organisational change coming third and organisational leadership occupying the least position.
The study identified four organisational processes which are key determinants of organisational performance in a government department. To a certain extent, this implies that organisational performance can be increased by enhancing each of these four process factors. To reinforce the effectiveness of all process factors identified in the study, management in government departments should initiate and implement organisational development programmes on a continuous basis. The prime purpose of organisational development is to improve the organisation's capacity to handle its internal and external functioning and relationships (Bradford & Burke, 2005) . This would include such interventions as improved interpersonal and group processes, more effective communication, enhanced ability to cope with organisational problems of all kinds, more effective decision processes, more appropriate leadership styles, improved skill in dealing with destructive conflict, and higher levels of trust and cooperation among organisational members (de-Kler, 2007) . According to Western (2010) there are many organisational development interventions that are important in streamlining systems and processes range from those intended to improve the effectiveness of individuals through those designed to deal with teams and groups, intergroup relations, as well as the total organisation. Interventions are also available that place emphasis on task issues (what people do), and those that place emphasis on process issues (how people go about doing it).
Business process management (BPM) could also be adopted as a vital tool to update all organisational processes. It has been referred to as a "holistic management" approach to aligning an organisation's business processes with the wants and needs of clients. It promotes business effectiveness and efficiency while striving for innovation, flexibility, and integration with technology (vom Brocke & Rosemann, 2010) . BPM attempts to improve processes continuously. It can therefore be described as a process optimisation strategy. BPM also enables organisations to be more efficient, more effective and more capable of change than a functionally focused, traditional hierarchical management approach. Adoption of BPM typically leads to higher customer satisfaction, product quality, delivery speed and time-to-market speed (Kohlbacher, 2009) . By implementing BPM programmes, the efficiency and overall performance of organisations also improves significantly (Vera & Kuntz, 2007) .
Limitations and Implications for Further Research
The results of this study should be considered within the light of its limitations. Firstly, the study was conducted using a small sample size of 272 civil servants who were based in the Gauteng Province of South Africa. In line with this, the results of the study may not be easily applicable in other contexts and regions. To address this limitation, future studies could be conducted using an amplified sample size drawn from a larger geo-spatial context. Secondly, the use of the nonprobability convenience sampling technique naturally enhanced the study's vulnerability to sampling bias (Whitely & Kite, 2009) . With this in mind, it would be interesting to conduct similar studies using samples that are recruited using probability sampling techniques such as simple random or stratified samples. Additionally, it would be interesting to examine the relationship between each of the four process factors and various socio-demographic variables such as age, gender and educational levels of respondents. The results could be more informative if the views of both internal and external stakeholders were included and compared. This presents the need for conducting similar studies using perceptions of other external stakeholders such as the clients. The importance of additional process factors that influence organisational performance could also be examined. This could lead to the uncovering of any omissions within the dimensions tested in this study. Furthermore, since the current study focused on the organisational processesperformance nexus within a public organisation, comparative investigations could also be conducted in other environments such as private enterprises and not-for-profit organisations.
